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ABSTBACT 

• Librarians have advanced degrees in the library 
yfieldy not. in the field of aanageaent. But the higher one goes in the 
institatioaal hierarchy, the aore tiae anst. be spent in aanaging. 
Librarians^ anst take the aanageaent process seriously and understand 
what, good- aanaging is. managers are constantly a.ppraising th4ic staff 
. and being apprai&ed by thea. Perforaance -standard&r or Hanageaent (by 
Objective (HBO) provides a systea for such appraisal. Objectives, f^r 
the aanag/Br or st§ff aeaber should be established on a one to IsmL 
' basis between the supervisor and the individual* but it is asotiSL i£ 
the -entire staff first decides on -departaental objectives. Individual 
objectives should be aade aeaningful, aeasnrable aiid flexible, for 
the growth of the stjiff aeaber rather than as punishaent. At the 
Co],ua>iu University Libraries, task forces of. all levels of personnel 
are worlcing on' the establishaent of objectives. This has opened up 
new lines of coaaunjicatioif,"bnt is also shilfting the traditional 
bureaucratic structures and loyalfiies at an accelerating rate. 
•Organizational redesign is thus becoaing a continuing function. The 
experience of articulating perforaance objectives has proved 
difficult, bjut worthwhile. (SL) 
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llB hacn already haard ham a large industry* naioaly IBU» uses perf oxnaaoe 
atandabrds for jbheir personael as ptot of ^their philosophy of naoagement* But' 
c^dd^tlaBSs m are prone to '^tum off* vfasn ne hear a business i^ saying sone- 
tbing* and we say to our8elYe3*.**0h %ell» this Isn't for us beoause wsi're 
librarians* lot business people^** Speaking as a librarian* Z have been In 
this field for scb9 time with varied library erqaerienoe in sofaool* p^lie* and 
acadenio libraries and presently I am a first line svqpewiso^ in a large 
acadeado library* I would like to talk with you about these saise perf omanoe 
standards and their use in library namagensii^ « / 

We *Ye ooae a long way in our library aanagaiBBnt teoHniques slnoe the time . 
of the benevol^t authoritative llbn^ director* Today TAsen we*re talking ^ ' 
^ about staff developiaent and performance standards for librarians* we tre 
. talking about a whple new language. * We've had an explanation of what per-, 
formance standards are .land ^unr.thay can be used* and' infonnatloa on effimtl'vensss 
end coat. studies. Now we're dom to what it's really all about - PBQPIJ3 • 
LIBH&BI&HSr « 

• 

Or. £enai8 I^ert* the well knom Danagea^nt c»^i^rt says* "Byory aspect of 
an. organisation's activities is deteniined by the oonpetenee* ttotivntiofi and 
general effectiveness of its human ox'ganleation. Of all the tasks of nanagd&ent* 
c&naging the human ponponent is the central and most iisportant . task* because, all 

else depends' upon how well it is done**.^ ' ' 

•/ • . * ■ 

* • 

2&aiagement by Objectives is nothing new* |aid when we talk about Perfor- 
/ manee Standards* we're talking about l&uiagexaS&nt by Objectives • B!BO. ^Ueuiage- 
.Tint by Objectives is really ITOT a teohnl';ub; it*8 a philosophy'*^ and in order 
to iB^leraent £30* our managers must believe that the manageoenl; responsibili'^ 
t:-\3y h(;ve is as inporlzant as* and different frcm the prof essi<mal library job* 
Thd alanagere must realize t]^e importance of managing. Dr. De Prospo spoke on 
HBO in 1971 at the AIA*- Staff Developaent Coznmittee T/drkshop* just like this 
one* but libraries* as a whole* still do not .seem to be **tuned in*** 

« 

1. Likert* Hensi^ . The Hunan Organitation; ItS* Management and Value . Hew York* 
HcGraw Hill, l\67. p. 1. 

2. Sohrieber* David and Stanley Sloan. **21anagement by Objectives'*. Personnel 
Administrator* 16}22« Hay-June 1970. 



Cao of the problems is - m have advanced degrees iXL the library field* not 
in the nax&gixig field. went to library school because wo loved books* and 
we wanted to get books and people together* We did not get an UBjL* or study 
business zoathods* But - what happens? lis do a superb job aa- a reference 
librarian or oataloger* or bibliographer, etc«> and an opening occurs as head 
of the departnent* We move into the position* still being super!) reference' 
librarians* or catalogsrs* or bibliographers* not ftt?.ly amre of thii new 
opportunities and challenges that have been giv«a to us as managers that require * 
different but as specialised kncirledge* talent and teohniqiues* The highor you 
go in the 'OrgEuilsaticKial hierarchy* particularly in a pedluB size or large library* 
the more tine must be spent, managing and less tine in the technical area*. > f HIS . 
'IS. FACT* and if this is not hi^>pening in your organiBation* and managers' iftre 
devoting too much time to the technical. side of the work in their departmenis'* and. 
not^ enough time to managing* it shows I ' . ' 

Ife must take managing seriously* Wb must understand iriiat good BBanaging is* 
It is basically' *!getting things DOBE TBROn(^ OTHBR PBQPI£**^ This does ndt mean 
that the manager sits with feet on liis deik* himds behind his head and lets ✓ 
. everyone else do the work* Once you become a autnager* this total conmml|A with 
books tends to go by the wayside* .and you must now ieam to *ooBBmune** witAS' 
people. Hopefully* pvbifc service librsr^^s at least* already have this 
abilil^* But cosaaifflicaticn with staff |oes to greater depths Idian >ooaDmicatiqn 
with the public* Coomunication not one imy • but rather an interchange on 
what the staff expeotu from you as well as what you. expect from the staff* 

As ^ g^t things done through other people* we are' evaluating these other 
pscplsii oUt does the staff msmber know how hiu is being judged? - on ^riiat basis? 
Or is it Jtist - **7ou did a fine Job cataloging tha<? last batbh of, books ^ Betsy"* 
71iat*s nioe* but it doesn't necessarily tell the cataloger why the i3.(uiager 
thought it was a fine Job* Good typing? Descriptive cataloging especially 
accurate and concise? More books con^leted thr?« he e]q>'ected? So the cataloger 
doesn't really know idiat.she has doiie correctly or incorrectly i^ order to do 
a better, job on the next batch of books* 



As managers we are constantly appraising and being appr&ised - not in 
writin^necessarily • but daily we are reacting and evaluating* Thus* as 
staff msnbers or ks managers* we do n(^t hav$ a choice as to whether we are 
being appraised or not* It*s happening. - every time there is a saleury review 
ci- an opportunity for promotion* we 're appraised - as well as daily* - Soce- 
tidies an individual doesn't really know what his si^ervisor things of him 
until he's firod. IVhat a terrible time to find outi So the question is not 
whether there shpuld be an appraisal* but the method of appraisal* ' 




This is where performance standards or objectives enter the picture* 
There is some difficulty with the word SIlANQ/iRDS -> a^ it has a connotation in 
aorp.e minds of rigidity. We certainly doa*t .want that - we want flexibility 
CO the staff member can grow - and ultimately* therefore* the organization 

J 1 » , I , 

3. American Management Association. How to ]hyrova Individual Manager 

Ferformanoe . Educational package including films* case studies* progranndd 
instruction* etc* 



beneflta - and objaotivea can be reached better Mr. Connor has already 
indicated that IBM p^refera the term **Perx'oraanoe Objeotivea***.. I will. use 
performance steoidar^a and perfonoaaee objeoti^a interchangeably in thia 
talk. 

<Vlhat doea it take to inplemont VSBQt Tiro naDagement eiqperta aay* **If 
departnent heads are truly ^ven responsibility for decision making and . . 
forced to make meaningful daeisions • (to lohieh I ni|^t add - for which ^ 
they are held responsible) - then IIBO is easily introdueed* If deparbusBfE 
hsada ha've no experience in delegation and dooisiox makijig, introduiing 
MBO becomea much more diffiottlt?*.^ Are ira alloired.to make deoisioms as 
i&anagjers tbait af feet our department? Do we allow our managers to make 
decisions? OR Are we forced to use «• or do we ^pend on or demand use 
of tlia hierarohieal struoture? As F^t^ Druoksr says in his latest book* 
^.loh I understand you were all asked to taokle» **?attit matters is managerial 
autonony SM( aooountability**.^ Give managers authority and full 

respoDDaibility f(^ reaultal Th£a may happen at the top level* but often 
> doea not happen further domq^he chain of oonmiaiid* 

la the implement%tion of UBO« the knowledge* attitudtoa* and akllla of 
the managers Idasmselves play a very jji^ortant role* as does the climate 
for and incidence of ohange in the organisatioaai* as nell ^s the role of the 
ehlef librarian and his attitudes*- Schrieber and* Sloan say that HBO 
can be inqpiementikl on a partial basis rather than fo^ tiia total organisation* 
P$irtial i^lementation in departments where the manager ^s enthusiiistio and . 
does a good job can influence other departments to give it a try*' 

Objectives for the individual manftg<»r or staff member should be 
established on a one to <me baaia betwsen the auperviaor az^ the individual -> 
BUT it can be uaeful^ particularly when just beginning 2IB0* for manager a 
who maoikge people doing like taska* to ait do*in with their departnent to 
disouAa objeotlvea for the S^artmant before eetabllahing objeotiviat f«r 
individuals* Departeental objectivaa moat likaly exiat in acne foni* but 
they may not have been re-examined for some time • or they may have been 
'establiahed by the department head without any in-put at all by the ataff 
or any understanding by the ataff* ^ 

^en di^uaaing performance objectives on a one tc one basis* you should 
attempt to make tha objectives aeaningful and measurable* and for the purpoae 
of development of the individual* not puniehmentl 

t ■ ' 

**AX1 levels of ataff fear performance measures whioh are used in a punitive 
canner by their aiqperiars* l&asurements that can be ai^lied by "the iiduiividual 
to his onn performance and that can help guide group decisions end actions 
are the most acoeptable and useful br>th to the individual and to the library .^^^ 



>^ Schrieber* op* cit* p**22* /• 
5 • Drucker* Peter 6. Management t Tasks* Responsibilities* Practices * New York^ 

Harper & Row* 1974* p, 154. ^ 
*6* Sohz^eber* op* cit. p* 20 , ~ 

7, Ibid, p* 24* . . ^ 
6* ^'Guidelines to the Development of Human Resouroes in Libraries t Hationale* 

Polioiea* Programs* and Heoommendations.'* ^Library Trends* July. 1971* n 104 
(paraphrased fron Likert) — — _ » *»• 

/ ■ 



The establlalme&t of mutual objectivea betWBdn the supervisor and tho 
enployee allows the individual to measure his ovm perfarmanoe« The individual 
and the supervisor are noir measuring results: measuring the work* more thaJx 
the worker* « * 

SoBetlmed' a staff member has meforaidnts* espeoially quantitative, for 
herself « vhioh are not totally reaA;.8tie in terms of being too high or too Ion-* 
It*s up to the supervisor to point out that the objeotive should be high but 
also realistio* and maybe the resolution is to expand the target date for a too 
high objective* ' I have a^ staff member in my department. Cataloging with Copy* 
who is not a librarian* but is a highly qualified teohr!- "<1 nsmber of the 
staff. She has set a quantitative standard for herself ■:. a monthly basis whioh. 
is too high* What^happens is that| some months, sh? wears . rself to a frazsie 
trying to meet her oim standards. We are trying to help r to beoome more 
reallstio in her expectations of herself* using a broader base of time* beoause 
she beoones bitter as well* as tire'd in the months where .. te doesn't meet her 
Gtm standa^* ' . J 

The objeotive should be flexible*, not. rigid* Don*^ allow the faot thair 
you are now stating objeetives to fix then in granite* unobangeable, espeoially 
when beginning IfflO? That is not the point* They are established to serve 
as measurAble guidelines for the individual* Objfeotives need not be quantitative 
and often cannot be - but when it is possible 'to quantify something* it oa& be. 
helpful* It should be mutually established* however. If the head of a oataloging 
department has a Oertain figure in his head as to the' number of titles aa 
individual 'shoxdd catalog in a .given period of time* he should diseuss ^his * 
with the individual* so they oan oome to an agreement on the figure* 

Tha sBtting of .objecti^a is much more uoefal ^han there is an appraisal 
proocas* And in the saia^ manner » the appraisal process is muoh more produotiTe 
in terms of de^lopment of staff where there are objectives and key results to 
appraise^ so the tore processes, are rather interdependent^ * ¥11^ mutual objective 
setting betKrfeen maoager and^employest there should be nc. surprises in the formal* 
appraisal process • 

ISr. Drucker has four chapters in his book devoted to Serrioe institutions • 
that^s usl I*d lil^e to read a few paragraphs to you from that section: ^ 

'•TTnat the serrioe institution needs is not to be nore business -like • They ' 
need to be subjected to performance tests as muoh as possible* They need to ^ 
^whink throu2;h their own spooiflc funotions, pui^oses and missions* Tihat the " 
S3rvice institution needs is not better people 4 They need people vvho do the 
nanagement job systematically and who foous themselves and their institution 
purposefully on perf ormainoe axid results* They do need efficiency^ that is^ • 
control of costs^ but above all they need ^effectiveness^ tha^B is^ exi^hasis on 
tho right, results* ^ ' • 

Fevr service institutions today suffer from naVSn^ too, few- administrators ; 
nost of then are overa'd^ainistered, and suffer from a surplus of procedures* 
orf^anisati^n charts and managetaant techniqifea. What no^r has to be learned is to 
lana^e service institutions for performance* THIS iSkY HVBLL BB TEE BIGGEST 
:i03? EJPORmiT lIft.N\GELIEIIT TASK EI THIS CENTDRYr^ 

■ ■ - *- ■ ■ ■■ • ■ ' ■ 

9. T)rucker, op. cit. p. 16S. • . 



Wn&t a dynamite sta^esie&'t;^ ^Shat a ohallong|9 to us in the libraries I 
But I hear you saying 4o yoursel-ros - Boy - is. she an idealist. You bet " 
your life I aa* Striving for ideals and goals is what it* a all about - and 
Trhat better plaod to dp it than in the library! 22. - " 

No^r let's look at a real library situations 
. Uy real library la Colunibia Unlvorslty Libraries* As naa^r of ypu knovr^ 
Colunibia Libraries was the subjeot of a case study M 1971 to exaalne the 
. organization and staffing ot a ^Isurge.roaearoh library. The kWd^ was oonduoted • 
•by the znanagement oonsuli^t firm of Boos« Allen and BBuniltoa and the Office .of 
libii'rorslty Library fibnagpment Studios of AJiL. There, was br^d partlolpatla^ on 
the part of the profesBl,onal staff during the study* and in ezamluiingy' e'valua.ting 
and helping to ijoplement the reooanaendations* There were t^n pages in the 
loosel^af versitSl of tlie 'study on Staff Development^ so it did fern an is^ortant 
.part of the study. . ' • 

t • - ' . • 

Short ]^ after the ooi^letion of the study* the Uhlversity Librarian appointed 

the two ad'vlaory ooenittees recotrinended by the stud^* Oae of these was the 

Staff •Development CoeBBlttee* a five ootaaiber oommlttea* with the Personnel Director 

as ex-off iolo mn^r* whose xesponslbllities as stated in the study were as 

follows s • 

\m To review and creooonend. adoption of staff development plans. 

2. To review performance of individual professional staff members on 
<S» periodic sdheduled basis. 

3. To reooEsasnd steps to advance prof es si onal' development. 

• - _ ■ • 

The oonnlttfee modified and expanded these responsibilities' sonionfaat, but they 
covered these ^eas of de'volopmant' of ALL levels of staff" and advaneeneut of 
professional staff /oembers. * ' • . 

* ' 
In cton junction «lth vAiat we're tall^g abou^t today* the oonBoittee* after nuch, 
work oii' its onn'^* a^kisd f or the help of an e:qpert in form^desiga (and I would * 
recooaend this), in order to design a new appraisal fcrm for* use with the professional 
staff. It ii^oiudes the procedure of a discussion betureen the sxqpervlsor and the 
e'lployee being appraised regarding how well the employeir has fulfilled his re- 
.<;p3n3ibilitias. After the discussion, the employee reads the appraisal and sig^s 

- it. We originally had determined to file this completed form in the individual's 
f j^.d^r jln the Porsonasl* Of fico*. bu* ttxrough discussion and examination of ilrhat 

. real goals are* we have determined not to «f ile it in personnel* but rather 
tj use it as a definite stop in the^ devolopnont of tho individual in terms of 
♦??^tj^bll8hiag individiaal perfornajice objectives between the, supervisor and the ' 
enployee. The formal will. be. kept by tlia people involved, the supervisor and - 
the en^loyee* and can be discarded when objectives are coapleted or U xnew 

' devalopmental appraisal takes place. 

At the en^ of the management study at Colusabia, the library adainlstraticn' 
^i)lt that one of the top priorities was to help our nar^gers to become batter 
ionagers. So the library and two other depar&ents in the university pturchase^ 
a package i'rom the Aioarican Uanagement Association entitled '*Hc# to laprcve 
Individual Manager Performance**. This two day seminal ^ich Includes flims^ 
case 8tudies> programmed instruction, role plays* leader's manual and book of 
readings, .was given to every jnanager in the library in groups of ten to twelve 



;h9 oourae basioally prosenta UBO* It is ddsig^jod £oK businossei* but wo 
f aund tha^t the ab^traot^ ideas and philosophy applied just as well to ths 
library situation. Thd moat Saportant part of the whole seiainar was the 
disouasioa* By guiding the disoussion' to apply the ideas in the films H;o 
library problems* the material was found to be useful* Erren thoitgh it is 
not specif ioally geared to libraries » it has been one of the ohief moti-. 
vations behind the f^evelopmant of thi» philosophy of manag^oient in the 
library. . ' • ' • 

Some of the participants felt that the establishment of perf omanoe 
standards » as they are oaXlod in this AM, Sbndaar*. Bight be possible^d 
oertainly^worth a try in the libraries. Others felt it Wouldn't ba 'lone* 
Oir Staff '.Developnant Coiaaitteo thought it would b^ useful to try to 
establish sozoe general staadarda of perf oroanoa "for oatalogers* reference * 
librarians* bibliographsrs* eto.,. and we attmpted it. ^^ut %e wara working 
la a vao\;pa and not following the proper prooedures. Beeausa other things ^ 
were mo^e pressing « the attempt to establish general, standaards waa pushed 
aside. Then ee^ an invitation from AIA to speak en Parfomanoa Stai^dards 
for Idbrariaa&t Are they 'earning or not? - Aiaasing from whe^oa eonas motiTationI 
A perfeot opportunity to get things moving again at Columbia on perf onBanoa 
standards. 

After diaouasing with the University Librturian the possibility of using', 
a s ingle ^departoent of the library in which to establish performanoe standards, 
we decided it would be bettar to do it on' a sr All. scale as sampio infoxnation 
f o*' this* talk today azid to maka any decision regarding th© process for larger 
segaonts of the stafi. after iha sample. As indicated earlier, we - have decided 
QxantinuB training our managers in UBO. 

« 

A task fprce was appointed through €fensultatioa with the Heads of the two 
participating units. It was conposed of the Head* Original Ponograph Cataloging 
and two catalogors from that departmeni; and th^ Head* Reference Departeent, 
. Health Icionces Library and. two reference librarians from that department sM 
myself as chairman. Ho looked at the film on perf omanoe . standards from tha , 
MSk managonant seminar, and after a brief disoussion, "the reference librarian* 
and tflo oat»lo^rs wont on their* respeotiTO ways to write perforiBanoa standarda- 
a aininal ^aount of training because of the minimal length of time in lAiich to 
ftccampltsh the task. Training and understanding, is crucial to the successful 
i:aplsmentat?.on of MBO and writing of performance standards. 

» V - 

As an aside, I would like to mention that Essex County College in Merwark, 
N.J., spent about a year training a small stafi' of sevon librarians ^in MBO. 
There' is sA explanation of their experience in ths Canadian Library Joiaraal, 
• L!ay-June, ' 197S> and imnediately following the article, a bibliography on MBO. 

* • 

In our task force of seven people, the managers had taken the seminar aoid 
thus had been exposed to tha whole philosophy, but the non-managers had not, 
^rti T think, initially, the fo\jr nou^aanagars felt negatiw about the whole 
idsa of performance standards. The tern 5TAT©ARD5 especially bothered the non- 
naaagers, even though the film had Impressed on them that those performance 
s:^>mdards were to be sot ^,or developaental purposes and xipt for punishment, 
the feeling was that that really wasn't ^the way it" was going to bo and as a • 
r 9 suit, at the besinnin^V it was a real threat to their security. 



7. • • • * 

• . . -. 

£!anageuoat experts^ say that .it takes up to three years t<) establish g<»d' 

perforaanoe standards. \7e^had vrorked for about fifteen hours - but wha.t]^happaned- 

in those fifteen hours ^vas that these people were cozciuaio&ting. We agreed 

upon sosie things* we disagreed upon others* but what>vre all ul^iioately agreed 

upon that performance standards for librarians are. definitely worthifhilo* 

e';:9n though extrexnaly difficult to write. 

' * • ' . • 

In the oommualcatlon prooess* the r 3er8 found out th« conoema 6f the 

employees; the employees found out that » managers had s orate of the saoe- 

cohcerns that they ^d and were tr.'ing t , do soiething about the problems; 

the expec^tlons of both employees and nasagers were expressed} and eridence r- 

of probl\3ma in work flow and>rork assigmaant came to light* The members of 

the task *f oroe did feel that it was 'very iaqportant to set objeoti^s for all 

units 'bztremely dependent upon one another* e«<s» Searohitfg IMit and Cataloging ^ 

tbit's.- We realised how dif f Ic^ult It is to write* measurable and meaningful . 

pdrformanee objeoti-ves* especially in an area like reference • and yet the 

objectives exist in the minds' of the head of the department as well as in the 

•minds' of the reference libtwlans - for theaselve# snd in judging their peers* 

Tihat we are attempting to do is to articulate together wlat those objectives 

are. 

Now let s\e give •ncme examples of 'some of the perfomiance standards/objeotiviis 
that we wrote I • * » 

Ist version - Satljifactory bibliographic control is maintained over items 
awai^ting oettaloging; reasonable currency is achieved and 
established priorities are maintained* 

ti^hat are SMISFAGTORY bibliogi^aphioal otatrol and HEASCHI^BLB ourreno^<-? 

2nd version > Bibliographic control is maintained over items awaiting 
cataloging » holding the material nb more than t2\ree days 
before sending it to Data Control* and established priorities- 
are maintained* 

Still not exaot and totally measurable^ but closer to it» 

Another catalogir.g standU^rds 

Ne'cessary authority work and cross refereneo^ are made and formulated 
according to the Lc/AA/Colunibia rules llSCJ3SS£JtY authority work? In 

whose ju'ls'^'^-®^^*- 

Sofie of the perfcmanoe objebtiTes in the reference area iS* the Health 
Hciencas Library were easier beciause we have terminal access, to Data Ba^es 
and scsnehovr it was easier 5n this area* ^ * 

' All data bar© monthly updates are initiated no later than one work day 
after th^ current datfi base beooaes available* 

B'JT hore*s another one that's questioiiable.in the refek^ence areat 

!To rleader complaints of a substrtntial natura are received. OVER HO^ LCSiG 
A PERIOD OF TEffi? AND VJHAT IS SUBSTANTM? AND ABOUT RSIDSR'S 

COaPLIiENTS? * . • 
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) Tihat happens initially is that yau moasura thd things for 'whioh it is e&sisst 
to ar'ticulate measuramont^ but often they ara'not the most io^ortant things* • 

' IT IS NOT EASY. - BUT n IS EXTRELJBLY USEFULJ 

Xn our world of today that is ch^ging bo rapidly, libraries and librarians 
must ohange also if they are to oontinue fulfilling their roles. Alvin Toffler 
in his, book entitled Future Shqiok notes the development of a number of ohangoB» 
including the ejqilosian of Informatioa; mobili^ 'of society and ohanging social 
attitudes. To adapt to these ehanges library nanagement needs to also bbcoma \ 
mora flegcible. » ; - 

In the biireaueratie library organisation, the individual fits into a 
sharply defined slot. . Be fits into a vertical hierarol>ioal structure, a oha£p 
or command, where or^uiizational relationships are permanent. I^organisatloa 
tsJses place* kd Hoc ccmmittees and task i'orces are formed, and thar individual 
severs links with the old familiar, but now no longer existing struoture, and 
assumes .a relationship ter the near one that supersedes it* The task f oroes are 
ocmposed of all levels of personnel solving problems with fairly e^u4l input* 
Relationships are turning over at. a faster and faster rate* People no Iqnger 
" remain in a f iaeed position in this, kind of organisation-, and this alters loyalties 
of people involved, shakes up lines of authority, and accelerates the rate at 
Trhioh individuals are forced to adapt to organizational change* TOiat we see 
happening is that those whc participate in the task forces and new structure 
are changing and developing and those who do not part'ioipate or who cannot deal 
with the rapid change and thiis Are still tied into the -bureauoraoy, have difficulty 
with the changes taking place a>d with the ixopaot'that other staff membors are 
having on the organisation* A*; acceleration continues, organizational redesiga 
beoaaaes a oontlnUing function* -^^ 

Kot surprisingly, we witness a decline in the old fashioned loyalty to the 
organization and its substructures and a ri«e in professional lenity. This 
happened in other professions some 'Cine ago, and librarians -are late in coming 
to it* Professional specialists,, according to the management expert Bennis, 
seemingly derive their rewards frfxn inward standards of excellence, from the 
intrinsic satiofacbion of their task* ^ Ixi fact, they are cccimitted to the task, 
net the job; to their standards, notrtheir boss. . ' ■ \ 

> ^ . • 

As th^ philosopl^bj^, Horbert V;i€*ncr says, "^e hnvg modified pur envirc'ruent 
radically,* that vre roust ncfv/ modifj/ oursftJfvea co exist in this cein^'en^firon* 
n^nt"".*^ The' sajie goes for our ir.s-^ituticas, includins, of courne, our libraries* 

\ ^ •* - - 

In sumary» let'; reTieir ^he salient points of this preoen taction: 

X# If you're going t6 be d xnanager, you jolly mell better be a gdc^ manager 
and know what znanaging is all about* Study and le^m what it meana to be a good 
r^anager* through reading, attending seminars and workaltopa; viewing f ilme, talking 
.;ith other nanagers, eto# 

CoEonunicatei In all direct i on . ' I 

3. Listenl . ' 

* 4. CA.RE •• about people and their didv&lopcu^nt 

5* Give your nifuaagers full authority and hold then accoxmtablo for the results f 

' ig* Petert Laurenee J* The Peter Prescriptioa e Hew Yor>:, Bantcua, l&73e o. 8# 
^ 11* Toffler^ Alvln* Future ^'nooK ^ liew YorlCB Bandom Houae, 1970. 



' 6, To^ administfration should seek out auxsagenidiit potential in the library 
and ic^lenent manager training for existing managers as i^ell as those vrho sAcnr 
pr onise. 

?• If IIBO is to be implemented^ the entire staff , ojr any staff to be 
iz^rolved roust ha've good training in the'^hilosophy and praotice of mriting 
objeotiy^s* . 

8* Performance objectives ultimately nust be established on a one to one 
basis* although over<-all- cibjieoti'ves.nay be written by a ^oup doing like tasks. 

9* Thesd individual performance objectives are for tht developnent of the 
individual (and thus the library) and not for punishment of the individual* ^ 

10. Vfb rjscognise that the articulating of perfcnnanee objectivee on an* 
individual basis ia diffioiat* but feel i^ is wcrtfavihile* 

LBT!S-MOVB TTTTH OR ASBU) OP THE CR^IGXNG SOCIETY, NOT. BE RUH OVER B7 ITJ 

PERFORISUICE ST^mRDS -FOR LIER&RI&KSt ARE THEY CCifZKG OR HOT? 

That* 8 vtp to each of us to answer in our own library situatlcaB* but 
librarians are mission oriented people* UBO presents a mean? that is both 
current and in keeping with eontesqporary society to fulfill our mission* • I 
thick ^ must .take advantage of the philosophy of ISftnagemBnt by Objective.s 
now» It really doean*i matter whether we call it perfon.jBnoe standards » or 
pdrfomanoe objectivest or key results* as l>;ng as we*re taking our itanaging 
seriously* managing systematioally and^not by .Instinct* and managing in order 
to aocGnplish our stated goals* . / 

ka Adac said to Eve when they ware leaving the Garden of Eden t '*2^ dear* 
we're living in a time of transition** i-^ Funny thing* even after all these yearsi 
we*re still living in a tir-.e of transitidn. I«t*s take admnt^ of It* I 
challenge you to read aziything you can tlnd* as good librarians* on UBO* 
performance appraisal* performance objectives* to discuss It with your admin* 
istration and your staff and tp dare to give ISBO a tr^* Let*s make **the 
biggest and most important management task of the een'^ury'* a dsrnamSb^ success 
in our libraries. 

Thank youJ • , . 

% 

Joyoe D. Veenstra 
' July 7, 1974 



